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Abstract 
The study aims to understand the attitude of South Africans towards the work culture. Based on the data from World Value 
Survey (Wave 2005-2008), this study aims at comprehending the attitudes of citizens towards work culture and preferences given 
by them in terms of various elements. The research study will include characteristics preferred by South Africans while choosing 
a job and their attitude towards colleagues, resources, operations, rules and regulations and seeking satisfaction in workplace. The 
study further aims at understanding the aspect of professional and personal goal setting and accomplishment of the same. 
Knowledge of work values of Africans will help in emergence of constructive partnerships between India and Africa for 
Inclusive Development. 
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1. Introduction 
Values are stated to stretch out at the core of our beliefs, attitudes and at the most visible aspect of human beings 
behaviours (Posner et al., 1987). Furthermore, values are considered as normative standards to judge and to choose 
among alternative modes of behaviour (Becker and McClintock, 1967). Elizur et al. (1991) definition of a value is, 
we think, the most succinct of all the definitions stated in the literature: “Value of a given social group is any entity 
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(object, behaviour, situation) on which that group places a high worth or importance.” (p.22). and, values can be 
personal, professional, organizational, or societal (Posner et al., 1987). Ralston et al. (1993) argued that values affect 
managers’ relationships with other individuals, groups, and their organizations. Second, they tend to determine the 
bounds of ethical behaviour. Third, they influence how managers define success or failure and fourth, how they 
perceive and analyze situations. Whatever are the effects of industrialization and rapidly changing business 
environments, values are concepts that deserve attention in their own rights. There are many cross-cultural studies 
carried out to see the culture and national differences and also many value studies which are conducted in a single 
country (Ali and Wahabi, 1995; Furham, 1984b; Nair and Ghosh, 2006; Posner et al., 1987), looking at values from 
a more micro perspective and stressing what those values in a given country are along with their types and meaning. 
India has a sturdy and fascinating relationship with Africa. According to the International Trade Centre India was 
the world’s seventh largest exporter to Africa in 2008, behind China (the biggest), France, Germany, the US, Italy, 
and the UK. The main reason for this collaborative approach is that India has been trading with the African 
continent for hundreds of years. In the British colonial period, thousands of Indians were taken to Africa to work. 
According to The Africa Report magazine the Indian government is keen to facilitate the trade and investment 
ambitions of Indian companies and has made grants and loans available to African countries to spend on 
infrastructure, including railways, IT, telecoms, and power. India has so far extended more than $3 billion of 
concessional lines of credit to African countries. During the 2009 India-Africa Business Partnership Summit held in 
New Delhi, it was reported that India had committed to make a further $5.4 billion in credit available in the next five 
years. Over the same period, India will also allocate $500 million for projects in higher and vocational education, 
science, IT, agriculture, and renewable energy in Africa. In addition, India is donating $1 billion to connect 53 
African countries through a satellite and fibre-optic network to promote virtual medical and educational 
programmes. Today, about two million people of Indian descent live in Africa, many of them running their own 
businesses. 
Understanding African work values will facilitate in constructive corporate partnerships and positive 
collaborations between the two countries. As India's collaborative business partnership with Africa grows, the 
companies involved will need to work more closely with the values and culture to ensure that human resources are 
in place to facilitate that growth. In organizational behaviour and human resource management research domains, a 
number of researchers have suggested that difference in work values need to be reflected in HRM practice; notably 
employee goal-setting, job enrichment, the design and use of performance-based pay. These can be based on 
national cultural differences of the target workforce.  
There have been several approaches in defining and classifying work values. One of those classifications has 
been by Elisur (1984) who put forward that work values can be either instrumental-material, affective-social, or 
cognitive-psychological under the modality of outcome domain. Among the values that are under the instrumental 
category are: Security, Income and Advancement; the values under the affective-social category are: Recognition, 
Support and People and the values under the cognitive category are Interest, Independence and Responsibility-
although there are some overlaps between all the three major classifications. Another sphere related with work 
values are named as those outcomes that come with the job as resources of the organizational environment (Katz and 
Kahn, 1966). Because management of organizations recognize the necessity of motivating individuals to join the 
organization and to attend to work, they provide various incentives given before  the task performance and they are 
not conditional upon its outcome such as benefit plans, work conditions, transportation support, and meals (Elizur et 
al., 1991). Among all the definitions, there has also been a classification of values as intrinsic/self-actualization, 
extrinsic/security/material and social/relational (Alderfer, 1972; Borg, 1990; Mottaz, 1985; Pryor,1987) which seem 
to be related with the types of motivational goals they express. 
Earlier work of Elizur (1984), Sagie et al. (1996a) specifies the relationship between general values and work 
values through the application of life value. They identify two important facets of work values: the modality of the 
work outcome, i.e. whether it is instrumental, cognitive or affective; and performance contingency-whether the 
outcome is contingent on performance or upon membership in the organization’ (Sagie et al. 1996a, p. 504). In 
addition to these three work values, Ros el al. suggest a fourth value which corresponds to the higher order values of 
power and prestige; namely, achievement, advancement, status and recognition. The current study aims at critically 
assessing the South African Work Values for constructive corporate partnerships. 
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2. Research methodology  
 
2.1 Data Collection 
 
Secondary data available through World Value Survey (Wave 2005-2008) was obtained. The data of World 
Value Survey was collected by a face-to-face personal interviewing technique of the respondents using a probability 
sampling method. 
 
2.2 Sample size:2988 
 
2.3 Language:  
 
The questionnaire was translated in Afrikaans, Zulu, Xhosa, South Sotho, Tswana and North Sotho (Pedi). 
 
Table 1: Sample Demographic Statistics 
 
Male        1494                        Female   1494  Total 2988 
Urban      2404 Rural        584 Total 2988 
 
2.5 Variables:  
The World Value Survey gathered information on the following variables like Perceptions of life, Environment, 
Work, Family, Politics and Society, Religion and Morale, National Identity, Structure of the file, Socio-
demographics and Special Indexes. 
2.6 Variable under study: 
 
 Current study is focused only on the variable ‘Work’ and has analyzed all the parameters under the category for 
which answers were available in the wave 2005-2008. Parameters  which form a part of the analysis and discussion 
and aim at identifying the African Work values are : Attitude towards scarcity of jobs, Satisfaction of Africans with 
financial situation of household, Work Compared with Leisure, Parameters of Job Selection, Characteristics of a 
Good Job, Attitude about receiving money without having to work for it, Approach towards laziness, Notion of 
work is duty towards society, Forcing people to work, Work and spare time, Fairness, Management of Business and 
Industry, Following instructions at work and Accomplishment of work. 
3 Results and Discussion 
 
3.1 Attitude towards scarcity of jobs:  
This question finds out the approach of Africans when jobs are scarce during a particular period of time. It aimed 
at finding out if Africans feel men should have more right to a job than a woman, should employers give priority to 
their own nationals other than immigrants or should older people be forced to retire.  
Fig. 1 shows that 35.3% Africans show men should have more right to a job than women, 79.3% feel 
employers should give priority to African nationals than immigrants and 41.7% feel older people should be forced to 
retire. Giving priority to citizens of the country in comparison to immigrants during scarcity of job shows the 
affinity towards the nation. This also implies that when a group becomes a part of the workforce, they will respect 
the decision of choosing countrymen in comparison to others. Least score given to the aspect of gender indicates the 
rationality of the Africans. 
 
3.2 Satisfaction with financial situation of household:  
 
This variable aimed at seeking an answer to the question about how satisfied Africans are with the financial 
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situation their household. Where '1' means they are completely dissatisfied on this scale, and '10' means they are 
completely satisfied. 
 
Fig1 : Attitude towards scarcity of jobs 
Fig.2 shows that 9.70% Africans are completely dissatisfied with the financial situation of the household and 
only 10.20% Africans are completely satisfied with the same. Variations between the dissatisfaction and satisfaction 
level is also seen where 16.70% tilts towards the positive side. The respondents don’t seem to be very satisfied with 
the financial situation of the households. The overall picture does not look very positive with only 10.20% 
respondents finding financial situation completely satisfactory. This indicates that a good pay will definitely act as 
motivator to the respondents. 
 
3.3 Work Compared with Leisure:  
 
This question aims at knowing which point on the scale most clearly describes how much weight Africans place 
on work (including housework and schoolwork), as compared with leisure or recreation? The scale ranges from - It´s 
leisure that makes life worth living, not work to Work is what makes life worth living, not leisure. 
 
Fig 2: Satisfaction with financial situation of household 
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Fig3: Work Compared with Leisure 
From fig 3 it is evident that only 3.1% Africans feel it is leisure that makes life worth living and not work 
whereas 40.40% Africans feel work is what makes life worth living, not leisure. 25.50% respondents have taken a 
neutral stand towards the same. One can see a lot of importance been given to work as compared to leisure. This 
indicates that an African workforce would be fairly committed to the work arena. Leisure though important is not a 
very crucial motivator for them. 
 
3.4 Parameters of Job Selection: 
 
This question aimed at asking something about the things which would seem personally most important if 
respondents were looking for a job. Here are some of the things taken into account in relation to their work, 
regardless of whether looking for a job immediately or not. 
 
 
Fig 4: Parameters of Job Selection 
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From fig 4 it is evident that 31.1% respondents look for a good income in a job, 29% look for a safe job with no 
risk, 22.9% look at the importance associated with the job and 15.6% look at working with people they like while 
selecting a job. While selecting a job, Africans will give priority to a good income followed by a safe and important 
job and social orientation. This indicates that good pay will be a motivator for an African workforce. 
 
3.5 Characteristics of a Good Job:  
 
Along with the parameters of selecting a job, responses were asked about some characteristics of a good job 
which would make the job enriching. 
 
 
Fig 5 Characteristics of a Good Job 
 
Fig5 shows that 87.9% respondents feel good pay, 81.5% feel Job Security, 73.9% feel achievement and 65.6% 
feel an interesting job should be characteristics of a Good Job. 63.7% feel responsible job, 62.4% feel job should 
meet one’s ability, 61.3% feel good working hours and 51% feel an opportunity to use initiative should be a part of 
the job to call it good.44.4% value respect which comes with the job, 43.3% want the job to be of less pressure, 
42.7% want pleasant people to work with and 38.4% want the job to develop one’s talent. 35.10% respondents have 
shown generous holidays to be a characteristic of good job. Africans find good pay as the most important 
characteristic of a good job. Generous holidays are given least preference. This indicates that the respondents are 
ready to work and they will probably do it when it involved job security, a sense of achievement, something that 
interests them, gives them a sense of belongingness and has the  capacity to build meet their ability. However they 
do not find it challenging to handle much of work pressure. While using one’s ability is giving importance, 
developing newer talent is not very much a priority. They would prefer using the existing knowledge rather than 
acquiring newer insights.  
 
3.6 Humiliating to receive money without having to work for it:  
 
This statement aimed at understanding the attitude towards humiliation faced if any to receive money without 
having to work for it. 
Fig 6 shows that 20.2% respondents strongly agree and 35.10% agree it is humiliating to receive money without 
having to work for it. 20.3% respondents have taken a neutral stand, 18.4% disagree to the statement and 4.9% 
strongly disagree to the same. More than 50% respondents find it embarrassing to receive money without having to 
work for it. It shows the importance of hard earned money in the minds of the Africans. 
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3.7 People who don’t work turn lazy: 
 
This statement aimed at knowing the attitude of Africans towards laziness and work. A score of 1 to 5 indicates 
strongly agreeing to the idea that people who don’t work turn lazy to strong disagreement with the statement. 
 
 
Fig 6: Humiliating to receive money without having to work for it 
 
 
 
Fig 7: People who don’t work turn lazy 
 
Fig 7 shows that 22.6% strongly agree and 37.60% agree that people who don’t work turn lazy. 15.8% have 
taken a neutral stand, 16.7% disagree and 6.20% strongly disagree that people who don’t work turn lazy. More than 
50% of the Africans feel people who don’t work turn lazy. This indicates that they believe in hard work and oppose 
lethargic attitude.  
 
3.8 Work is a duty towards society:  
 
This aspects aims at understanding the attitude of respondents towards work being duty towards society. 
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Fig 8:  Work is a duty towards society 
 
Fig 8 shows that 26.2% respondents strongly agree and 49.5% respondents agree that work is a duty towards 
society. 14% have taken a neutral stand, 7.3% disagree and 1.2% strongly disagrees to the statement. Around 75% 
respondents feel work is duty towards society. This shows the commitment of the respondents towards the work 
front. This will in still in them the attitude of dedication and a sense of obligation towards the society. 
 
3.9 People should not be forced to work:  
 
This statement aimed at understanding the attitude of respondents towards people being forced to work if they 
didn’t want to.  
 
 
Fig 9:  People should not be forced to work 
 
From fig 9 it is seen that 5.8% strongly agree and 19.4% agree that people should not be forced to work if they 
don’t want to.16.2% have taken a neutral stand, 33.8% disagree and 23.5% strongly disagree that people should not 
be forced to work. Work should come willingly to the person and should not be forced on them is the mind-set of 
the Africans. This also indicates that they will not like forcing people to work nor would they force any one to work 
against their wishes. 
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3.10 Work and spare time:  
 
Work should always come first, even if it means less spare time was the statement on which response was 
taken. 
 
 
 
Fig 10: Work and spare time 
 
From fig 10 it is seen that 31.8% respondents strongly agree and 40.8% respondents agree that work should 
always come first even if it means less spare time. 14.2% have taken a neutral stand, 9.8% disagree and 2.3% 
strongly disagree to the same. This shows the inclination, commitment and dedication towards work. Around 70% 
Africans show a lot of concern towards work as compared to spare time. Work is seen to be a priority even if it 
means less spare time. 
 
3.10 . Fairness:  
 
The response was taken on the following situation to understand the approach towards fairness. “Imagine two 
secretaries, of the same age, doing practically the same job. One finds out that the other earns considerably more 
than she does. The better paid secretary, however, is quicker, more efficient and more reliable at her job. In your 
opinion, is it fair or not fair that one secretary is paid more than the other?” 
 
 
Fig 11: Fairness 
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From 11 it is seen that 38.9% respondents feel differential payment is not fair, 52.7% feel it to be fair and 
8.4% have not given their opinion on the situation. The results show the rationality of the respondents towards 
fairness. They believe in compensating for efficiency and effectiveness of the person. 
 
3.11 . Management of Business and Industry:  
 
To understand the attitude towards management of business and industry respondents were asked as to which of 
the following four statements came closest to their opinion.                           
A. Owners should run their business 
B. Owners/Employees participate in selection of managers 
C. The State should be the owner 
D. Employees should own the business and elect managers 
E. Don´t know 
 
 
 
Fig 12: Management of Business and Industry 
 
Fig 12 shows 50.1%respondentsfeelOwners should run their business, 33.7% feel Owners/Employees should 
participate in selection of managers, 5.5% feel State should be the owner and 6.6% feel Employees should own the 
business and elect managers. 4.2% have not given any opinion. It is evident that the respondents feel owners should 
run the business and employees should help by participating in the selection of managers to get the job done. They 
do not support the idea of state governing the business or employees managing and electing managers. 
 
3.13. Following instructions at work:  
 
People have different ideas about following instructions at work. Some say that one should follow one's 
superior's instructions even when one does not fully agree with them. Others say that one should follow one's 
superior's instructions only when one is convinced that they are right. Response was taken on which of these two 
opinions respondents agreed with? 
Fig 13 shows that 49.2% respondents feel one should follow one's superior's instructions even when one does not 
fully agree with them, 38.9% respondents feel one should follow one's superior's instructions only when one is 
convinced that they are right whereas 10.4% felt their stance would depend the situation to be handled Around 50% 
respondents have feel instructions given by the managers should be followed by the employees even if they are not 
convinced about it. This reflects an obedient nature. However approximately 38.9% respondents believe they must 
be convinced before following the instructions given by the boss. This shows that a part of the respondents have the 
ability to manage rather than being managed. The respondents show a mixed bag of the leaders and followers along 
with a few tactful individual who would judge the situation before acting upon it. 
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Fig13: Following instructions at work 
 
3.14. Attitude towards work:  
 
To identify this aspect, the respondent were asked questions about how they feel about work-whether it's work in 
the home or outside the home. The opinion was asked on the whether they like to work until satisfied with results or 
work until personal goal is accomplished. While doing this, they were also asked if they would stay up late in office 
to achieve the desired outcome 
 
 
Fig 14: Attitude towards work 
 
Fig 14 shows 92.4% respondents would like to work until satisfied with the results and 90% respondents would 
like to work until it accomplished personal goals. 55.5% respondents would not mind staying up late to achieve the 
desired outcome. Africans believe in burning the mid night oil till they are completely satisfied with the results of 
the work along with accomplishment of the personal goals. Around 90% affirmation toward result orientation and 
accomplishment of the personal goals indicate a high level of achievement motivation shown towards organization 
and self-fulfilment. They will strive towards subordination of individual goal with organization goal. 
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3.15. Attitude towards scarcity of jobs:  
This question finds out the approach of Africans when jobs are scarce during a particular period of time. It aimed 
at finding out if Africans feel men should have more right to a job than a woman, should employers give priority to 
their own nationals other than immigrants or should older people be forced to retire. 
4. Conclusion 
 
The objective of the current study was to critically assess the African work values which will help in 
developing constructive corporate partnership. It was seen that good pay is an important characteristic of a good job 
according to them, probably because they are not very satisfied with the financial situation of the household. They 
are hardworking people who choose work over leisure and put in their best even though it means less spare time. 
They find it humiliating to get money without having to work for it. They endorse hard work and feel work is duty 
towards the society. They do not believe in forcing people to work. Their ideas of fairness are very rational and they 
appreciate rewards given to effectiveness and efficiency. They are an obedient workforce who feels instructions of 
the superiors should be followed at the workplace. They believe in being able to utilize their abilities at the 
workplace but not very keen on developing newer talent. Africans don’t mind sitting up late in office to accomplish 
organization and self-goals. Factors which influence an individual’s value orientation are of practical significance to 
Human Resource Management. A number of HRM outcomes have been found to be associated with employee work 
values. Employee retention and performance appraisal, employee job involvement and affective commitment, and 
the effectiveness of employee involvement/empowerment programmes, have all been found to be significantly 
influenced by the fit between rewards expected by an employee and those provided by the organization. It is 
important for an organization to accurately communicate their ability to satisfy employees’ value orientation and 
reward expectation to have a psychological contract fulfilment and an enriching experience 
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